Successful job placement of aviation management graduates is highly beneficial to university aviation management programs as well as organizations that offer positions to aviation management graduates. A critical aspect of job placement involves understanding the preferences and perceptions of students and employers regarding jobs. This paper reports the results of a survey of undergraduate aviation management students from four universities regarding their preferences and perceptions vis-à-vis employment.
INTRODUCTION
Successful job placement of college graduates in aviation management positions is very important to the university programs that provide aviation management education and organizations that provide aviation management job opportunities.
University aviation management programs that have achieved a sustained, high rate of student job placement benefit in a number of ways:
• Support for program accreditation -For those programs that reside in a College of Business and are AACSB (American Assembly of Collegiate Schools of Business) accredited, AACSB accreditation of Business Administration programs requires that "a review of placement of graduates from each program in light of the program's stated objectives," be performed as a part of curriculum evaluation. In addition, section S.2 of the AACSB Standards for Business Accreditation states that "students should receive assistance in making career decisions and in seeking employment to follow completion of their degree programs."
The CAA (Council on Aviation Accreditation) states similar goals in its accreditation manual.
• Generation of student interestsustained placement of prospective graduates in organizations or jobs that are perceived by students as highly desirable attracts prospective students to the major and as a result, leads to program stability and growth.
• Improvement of external relationsfacilitating the right fit between student and employer leads to satisfied alumni and employers that can have a significant positive effect on future program support.
Organizations also benefit significantly from successful job placement efforts. Effective recruitment and selection of well-trained and educated aviation management candidates can have a positive impact on organizational performance. In addition, effective candidate selection may result in increased management retention rates and, as a result, lower replacement costs.
A critical aspect of successful aviation management job placement involves understanding both employer and student preferences and perceptions. Specifically, a better understanding of employer job requirements and competencies, candidate selection criteria and compensation practices as well as student job preferences, firm/job selection criteria and compensation plus workload perceptions facilitate job placement efforts.
The purpose of this paper is to report the results of a survey involving undergraduate aviation management students from four major United States universities. A continuation of the study is also underway that involves results from aviation management employers. The surveys focus on group preferences and perceptions regarding job placement issues.
Results provided in this paper include a demographic profile of the respondents, their organization/functional area preferences and their perspectives on selected job selection factors and issues. Hopefully, these research results will provide aviation management students, educators, and employers with information that can be used to improve aviation management student job placement.
BACKGROUND
Several research efforts have been undertaken to shed light on employer job requirements, competency preferences and employment practices.
These studies have primarily addressed job requirements/skill competencies by functional area and employer recruitment, selection and compensation practices. While there is a growing body of literature concerning aviation management employer hiring requirements, preferences and perceptions, limited research has been conducted to determine aviation management student job preferences and perceptions. Also, little effort has been made to compare the two groups.
Past research in other fields indicates that these additional areas should be studied to gain a more complete perspective of the placement landscape and to facilitate placement processes. These previous studies found that (1) the student viewpoint is different from that of employers and faculty, and (2) employers and faculty are poor predictors of student preferences. Relevant individual findings include:
• Posner (1981) found significant differences in recruiter, student and faculty perceptions regarding important applicant and job characteristics. In addition, the study concluded that: "faculty are dismal judges of what students want from a job!"
• Gaedeke and Tootelian (1989) and Kelley and Gaedeke (1990) determined that marketing students and employers differed in the evaluation of desirable job attributes for entry-level sales and marketing jobs. • Kirsch, Leathers and Snead (1993) found that the perceptions of accounting students and recruiters differed significantly regarding competencies considered important for performing an entry-level auditing position.
• Tackett, Wolf and Law (2001) determined that accounting internship employers and students have significant differences in perspective regarding ethical behavior and judgment of the interns' technical and communication skill level.
Collectively, these studies indicate that studying the student perspective and comparing the key group perceptions is important. Similar research in the aviation management discipline would be of value to employers and faculty.
METHODOLOGY
The research methodology consisted of several steps. These steps included: a literature review of research studies related to job placement preferences and perceptions (described in the preceding section), survey instrument design and testing, and data collection and analysis.
A variety of employment skills studies and the placement research described above were used to identify key issues, questions, and response options for this study. It was determined that student preferences regarding job selection factors, compensation, geographic preferences, and workload levels would be addressed. Also, student perceptions regarding candidate screening and selection criteria would be studied.
Student Survey
A four-page student questionnaire was developed to collect data (see Appendix). The survey instrument was pre-tested by 45 aviation management undergraduate students and revised to improve clarity and ease of completion. The potential study participants were identified as U.S. undergraduate students who will graduate in 2002 (April through December) and are seeking aviation management positions. Faculty members were asked to administer the student questionnaire to senior-level aviation management classes in which the target population could be easily reached.
The completed surveys were coded, entered into a PC, and analyzed using Microsoft Access 2000 and SPSS Release 10.0 for Windows. Responses containing nominal and ordinal data were analyzed using frequency counts, percentages, and cross-tabulations. Responses containing ratio data were analyzed using means, standard deviations, and Independent Samples t-tests. All statistical tests were conducted at a 95 percent confidence interval (p-value < .05).
RESEARCH FINDINGS
Survey results are grouped into two categories: demographics and student preferences, and student perceptions of employer preferences. The second category cannot be properly analyzed and compared until the results from the employer surveys have been collected and analyzed.
Respondent Demographics
A wide variety of students completed the questionnaire. The participants range in age from 21 to 42 years (mean age = 23.9 years). Additional demographic information regarding the student respondents is presented in Table 1 . 
Aviation Management Student Preferences
Students were asked a series of questions regarding their job search activities. General information was sought regarding organization and position preferences, as well as interview activities. Specific issues regarding job selection factors, benefits and compensation, geographic location, and workload levels were also studied.
General Information
In an effort to understand preferences and potential competition for job openings, students were asked to identify the top three types of organizations they prefer to join and the top three types of positions that they are interested in. Most frequently cited organization types included major airlines, regional airlines, fixed based operators (FBO's), corporate aviation, and government agencies. It appears that today's students are interested in operational activities more so than staff-oriented responsibilities as revealed by the position type rankings. The most desired position type was flight crew, followed by flight operations, flight instruction and corporate aviation management. Information regarding other company and position types can be found in the completed student questionnaire in the Appendix.
Interview activity and success among the respondents is quite limited. Figure 1 reveals that nearly half of the Spring 2002 graduates have yet to participate in on campus interviews and an even greater percentage have not been invited for company site visits. Only ten percent of this group has accepted job offers, while nearly three-quarters have not been offered positions at the time of the survey. While the state of the economy may contribute to the low numbers of second interviews and offers, it appears that nearly half of the students have failed to mount a serious job search campaign, despite having fewer than four months until graduation!
FIGURE 1. INTERVIEW ACTIVITY LEVELS

Job Selection Factors
Regardless of their search and interview activity levels, the student respondents have a strong vision of what they desire in a position. Most importantly, they are looking for growth opportunities, fulfillment, stability, and a good environment with a satisfactory salary. Overall, the respondents rated 16 of the 19 job selection criteria high (5.0 or greater on a 7-point Likert scale where 1 = low importance to 7 = high importance). Surprisingly, the lowest rated item "frequent performance evaluations" is a key element in the respondents' highest rated criteria "opportunity for advancement." A Based on 7 point scale: 1 = Low Importance to 7 = High Importance B Based on weighted rankings of "the five factors that are most important to the job selection process" * Significantly higher group mean at p<.05
The group was also asked to rank order the top five factors in the job selection process. Table 2 identifies many similarities between each group's five most important criteria. The opportunity for advancement remains a critical issue, while salary offers jumped above other issues that had higher group means.
Compensation and Benefits
A critical aspect of the job evaluation and selection process is the compensation package offered. Student respondents were asked to provide information regarding anticipated salary offers and the importance of various benefits. Students were significantly more optimistic about the upper end of the salary scale than actual salaries (p=.018). While their desired compensation levels are higher than what they are willing to settle for, students appear to have a fairly realistic perception of what the market will bear in these relatively lean economic times.
Students also pay close attention to the other key component of compensationbenefits. As a group, they rated eleven of 13 benefits as important in their job selection and evaluation process. Table 3 reveals that relatively long-range insurance and investment issues topped the list. 
Geographic Location Preferences
Another key factor in the job selection process is the locality of the positions offered. Employers and faculty often lament the lack of flexibility on the part of job candidates. Thus, a series of geographic location questions were asked to gain a better understanding of the students' perspectives on this topic. Students are quite geographically flexible. Over 44 percent of the students will consider a broad array of locations (either the U.S. or U.S. and international locations) while less than 25 percent limit themselves to specific cities or states. Additionally, the majority of students that indicated a regional preference will consider positions in two or more of the six regions presented in the questionnaire.
The primary reason for the students' geographic preferences is consistent with their level of flexibility -they are willing to relocate for perceived opportunities. Also, they indicated a relatively strong desire to remain in close proximity to family but do not want to live at home. Hence, the cost of living factor is another important consideration. Other factors were not as critical to the students, as Table 6 indicates.
A related question focused on the students' interest in work-related travel. Again, students displayed a high level of flexibility as more than 87 percent indicated a willingness to travel as needed for their jobs. On average, they are willing to travel 9.3 days per month (standard deviation of 5.2 days). A Based on 7 point scale: 1 = Low Importance to 7 = High Importance B Based on weighted rankings of "the five geographic preference factors that are most important to you"
Workload Levels
The final job selection question focused on the weekly work hour expectations of the students. Student respondents were asked to provide a range of hours and a maximum level that they were willing to work each week. The group means were significantly different in terms of the low range of hours per week (p. = .001) but not in terms of the high range of hours per week. Based on the data, it is clear that many students do not have a reasonable understanding of the workload levels they face in aviation management positions.
This finding is also supported by the students' input regarding the maximum number of hours they are willing to work each week. While the group mean (51.30 hours per week) falls well within the industry's weekly requirements, Figure 2 reveals a wide range of responses, where nearly 40 percent of the students are not willing to work more than 50 hours per week.
Student Perceptions on Employer Preferences
Two employer-focused issues are also addressed in the study vis-à-vis the questionnaire that will be sent to employers. Data will be collected regarding the importance of various factors: (1) criteria used to review candidates' credentials in the screening process: and, (2) criteria used in candidate evaluation and selection. In the student questionnaire, respondents were asked to predict how employers would rate each criterion. Table 5 provides additional information regarding the screening evaluation criteria as far as the students are concerned. A Based on 7 point scale: 1 = Low Importance to 7 = High Importance B Based on weighted rankings of "the five factors that are most important to the job selection process" * Significantly higher group mean at p<.05
Screening Criteria and Factors
The mean ratings of students' perceptions for 15 of the 17 criteria were high, while they did recognize the criticality of communication skills in the screening process. Table 5 indicates that students do not consider an emphasis on general work experience as very significant. Also, students tend to believe that employers focus more heavily on degree and major. Overall, the results suggest that students must avoid wasting resume space and screening interview time on issues that are relatively unimportant to employers. Of course, this point cannot be validated until we have the full results from the employer surveys.
Selection Criteria and Factors
Students displayed a solid ability to place importance on the selection criteria that would be significant to employers. Table 6 highlights the mean importance ratings and rankings of the student group. A Based on 7 point scale: 1 = Low Importance to 7 = High Importance B Based on weighted rankings of "the five factors that are most important to the job selection process" * Significantly higher group mean at p<.05
Overall, the results revealed in the discussion, tables, and figures above reveal important insights into the placement preferences and perceptions of the key stakeholders. These insights and findings can be used to make the placement process more productive. Recruiters can use the enhanced knowledge of student desires and beliefs to develop more effective hiring practices. Finally, educators can use the comparative information, when it is available, and bridge the perceptual gaps between recruiters and students.
IMPLICATIONS AND SUMMARY
The "hot" job market in aviation management of just a year ago may still be lulling some potential entry-level aviation management candidates into thinking that companies will beat a path to their doorstep with lucrative offers. In reality, the market is much tighter today and students must take a more aggressive role in pursuing aviation management positions. Individuals seeking aviation management positions must take note of the important screening, evaluation, and selection criteria used by the employer respondents and their other requirements. Key recommendations and implications from the research include:
• Recognize that the economy has a tremendous impact on the types of positions available and adjust your search accordingly. Students may need to be more open to operations positions with aviation management service providers and general aviation instead of focusing on airlines and flight crew positions with airlines.
• Create a search plan and begin immediately. Nearly half of the Spring 2002 graduates have not had a single interview on campus or at the employer site. Higher unemployment rates are creating more competition for available positions and fewer companies are currently recruiting on campus. This squeeze from both ends means that the search process will generally require more effort and take a longer period of time. Waiting to start the process will only increase the likelihood of not being employed by graduation time.
• Moderate your compensation and workload expectations. Although the respondents had reasonable expectations for minimum acceptable salaries, their high end of the salary range was not in line with the industry. Also, a large proportion of the respondents do not appear to have a realistic understanding of the time commitment involved in this 24/7/365 field. In today's marketplace students may need to settle for a bit less financially than they hope for and be ready to put in more hours than they would like to.
• Sell your unique capabilities, skills, and attributes. The employer respondents look for specific competencies and experiences that students must be able to communicate and demonstrate during interviews. Clearly, it's not about where you went to school or "who you know" (e.g., your references). In the minds of the employers, it's what you bring to the table in terms of leadership and work experience, interpersonal skills, technical aptitude, and geographic flexibility that sets you apart from the other candidates.
Faculty Recommendations and Implications
By nature of their responsibilities and desire to assist with student placement, faculty should have a vested interest in the results of the study. The following recommendations should assist faculty in this role:
• Faculty should encourage students to gain experience in numerous areas early in their career (e.g. flight operations, human resource management etc). The current classroom emphasis on flight operations integration promotes a student desire to have an entry-level job that involves integrating aviation management or corporate functions. However, it is likely that students will need functional experience before attempting integration.
• Faculty should encourage students to actively search for jobs earlier. They can facilitate the process by inviting employers to visit classes, conduct job fairs early in the semester, assign students to visit career services, turn in a resume for critiques, and make career issues a regular topic of discussion in the classroom.
• Faculty should add more internship/coop experiences to the curriculum so that students will have a more realistic view of upcoming career and workload responsibilities. They should also provide "real world" exposure to the aviation management field through site visits and tours, guest lectures from recent graduates, and frank discussion of the realities of the work world. Glossing over the challenges and problems in aviation management will only create unrealistic expectations for students.
• Faculty should encourage more interaction between prospective employers and students because this can narrow the perception gaps that have been identified in this research. Suggested methods for increasing interaction include student consulting projects, job shadowing, industry based cases with company involvement, and the other participative activities described above.
Summary, Limitations, and Future Directions
The development of effective job placement programs is important for university aviation management programs, their students, and companies that hire entry-level aviation management managers. An important, but not often addressed aspect of the search, evaluation, and selection process in aviation management is the student perspective. Until now, limited research has been conducted regarding student preferences, desires, and expectations.
This study provides insight into the views of 59 students (graduating seniors) from four major United States universities with aviation management programs and will be expanded to hopefully cover most universities in the United States that offer aviation management degrees. By the time that this study is done we hope to have data from approximately 100 universities and also, over 100 aviation corporations regarding aviation management job placement.
Organizations can use the study findings and recommendations to benchmark their placement processes and to assess their understanding of student views in order to enhance their potential for recruiting success. Students can also use the information to develop job search strategies and compensation expectations. Finally, faculty can use the results to identify key employment and career issues that warrant additional coverage in the classroom.
Appropriate methodological steps were taken to ensure that these results presented in the paper are reliable, valid, and unbiased. Even still, the authors make no pretense that the results are all-encompassing or present the definitive study on aviation management job placement preferences and perceptions. The information contained in the tables and figures are presented with the caution that only students from a few major aviation management programs participate in the study. However, the authors believe that the results can adequately depict the current issues in aviation management job placement.
The topic of aviation management job placement is important and deserves additional study. Perhaps the most valuable effort would be to conduct similar studies of aviation management students and employers in different countries to analyze variances in perspectives and preferences regarding job placement. Also, it would be beneficial to assess the views of graduate aviation management students and the employers who recruit them. Finally, it will be important to repeat this study periodically to assess the trends in student and employer preferences, as well as the impact of economic conditions on placement perspectives and practices. Annual salary range expected $__40,240_____, 000 to $__27,245_____, 000
Minimum acceptable annual salary $___23,557___,000
Please provide information regarding the number of hours per week that you expect to work:
Range of hours worked per week __34____ to __56____
Maximum hours per week willing to work _______80_____ Using the letters listed next to each factor, identify the five that you believe are most important to employers in the recruiting and selection process (fill in the blanks -start at 1 st with the most important criteria): 
